1.1. 
Employee involvement and participation are vital to organisational success. They encourage employees to share ideas, feedback, and suggestions (Britishcouncil.org, 2023). A strong culture of engagement is built on trust, integrity, and mutual commitment between employees and employers. 
Engaged employees are typically more motivated, productive, and resolute. Both employee involvement and employee participation foster engagement but in different ways. We can refer to employee involvement as allowing staff to share their input while giving management the authority to make the final decisions (This vs. That, 2023). This approach builds trust, promotes open communication, and helps employees feel appreciated, building stronger interpersonal relationships as it gives a sense of acceptance towards alternative thoughts and opinions. 
A study by (Bakotić and Rogošić, 2015) referenced employee involvement, to the overall survival of any organisation. We can coincide this study with one done by (Noah, 2008) and say that it is down to the relationship between each hierarchal layer of employee to ensure a type of delegation and involvement in which the subordinate gains greater control and greater freedom of choice towards a decision, with respect to bridging the communication gap between these layers. The feeling of psychological ownership, yet involvement amongst colleagues, exudes relationship building on all levels. 

On the contrary, whilst crucial at the same severity as employee involvement, employee participation is noticeably different. We can define employee participation as the level of emotional involvement the employee will offer to the company, or in other words, their sense of recognition for their efforts. A study by (Nurfalah et al., 2021) indicates that employees are more driven to finish tasks when they are emotionally, cognitively, and physically involved. Breaking this down further, engaging with an employee's emotional side can only be done through positive interaction and relationship building, and so the two go hand in hand. 

Newton's third law, stating that every action has an equal and opposite reaction, is fitting here, we can say that every step towards building a positive relationship through creating an inclusive environment where employees feel heard and valued leads to better business outcomes and overall well-being (Woodfield, 2022). In summary, employee participation we can say would be the first stepping stone towards their involvement as they must be emotionally engaged and conscious towards the organisation before, they will begin to take active involvement through forming their own opinions towards different scenarios. They both achieve the same outcome for the organisation but need to be developed and approached in different manors. 
 

1.2 
Employee representation plays a crucial role in ensuring workers have a voice in workplace issues, improving communication between employees and employers (CIPD, 2025). It takes two forms: union representation, where trade unions act on behalf of employees, and non-union representation, where employees engage directly with management or through informal groups. 
Both methods aim to empower employees, but they differ in how they operate. Union representation offers stronger bargaining power and legal protections, while non-union representation fosters more direct and flexible communication with management (ACAS, 2021). The choice between the two depends on factors like workplace culture, industry, and employee preferences for engagement. 
Union representation is typically organised through trade unions with elected representatives. Unions use collective bargaining to secure improved wages, benefits, and working conditions. With legal recognition and bargaining rights (GOV.UK, 2024), unions negotiate on behalf of employees. Disputes are handled through formal grievance procedures managed by the union. 
In non-union representation, employees engage through forums, staff associations, or direct discussions with management. Concerns are raised individually or through company-driven initiatives (Acas, 2014). While this system allows for more direct input, it offers weaker bargaining power, as there is no legal obligation for employers to negotiate with employee groups. Disputes are managed internally through HR policies. 
Union representation provides several advantages, particularly stronger bargaining power, a collective strength giving employees leverage they would not have individually, and a guaranteed voice that will be heard amongst workplace decisions, and legal protection. Unions serve as essential advocates for workers, especially when individuals face issues like unjust treatment, discrimination, or termination without cause (Qarrar Somji, 2023). They assist employees in understanding and adhering to complex employment legislation, promote workplace safety by monitoring regulatory compliance, and provide structured methods for resolving conflicts. Moreover, unions are instrumental in safeguarding employee rights, offering legal assistance in matters such as wage disputes or unfair job termination.
On the other hand, being part of a union can come with certain disadvantages. Membership fees may be costly for some employees, and tensions can develop between union representatives and management, particularly when union demands exceed what employers are able or willing to provide (admin, 2024). Another potential downside is the risk of strikes, which can interrupt business operations, reduce productivity, and even impact the wider economy.
On the other hand, representation without a union encourages open communication between staff and management, offers more adaptable arrangements, and avoids the expenses tied to union fees or third-party involvement (Adha, 2025). Still, this approach comes with significant drawbacks, it lacks the legal force of collective bargaining, does not obligate employers to enter negotiations, and offers limited safeguards for workers facing unfair practices. Thus, we can say that there are both similarities and differences between these two verticals. 
Both act as a channel for employees' voices to be heard in a formal setting, where leverage can be found for increased awareness and improvement of working conditions and communication through strength in numbers demanding fairness within the workplace, we can also understand their key differences, noticeably in the framework upon which each structure operates utilising this power on different levels.  
1.3 
The relationship between employee voice and organisational performance has long been debated (Kim and Cho, 2023). Some argue the connection is essential, while others believe the evidence remains inconclusive.
Employee voice refers to how employee’s express opinions, concerns, and ideas about workplace practices, policies, or goals. It is closely linked to employee engagement; when employees feel heard, valued, and included, they are more engaged and productive (CIPD, 2021).
This increased satisfaction is also associated with improved retention rates (Spencer, 1986). Proponents of this view stress the need for an employee-centric approach (Badru, Karadaş and Olugbade, 2022), noting that employee voice contributes to organisational identity. Employees who contribute ideas foster collaborative growth and enhance the organisation’s reputation (Ryba, 2020).
To fully benefit from employee voice, feedback must be translated into action. When organisations demonstrate responsiveness, employees feel empowered, which builds resilience and supports continuous improvement (CIPD, 2025). This shows that workforce empowerment is not only about being heard but also about seeing real change as a result.
However, contrasting views challenge this narrative (Dewi, Prasetyo and Setiawan, 2023) argue that employee voice alone does not directly impact performance unless combined with elevated levels of work engagement. This suggests that voice must be supported by practical structures to be effective. Similarly, (Ruck, Welch and Menara, 2017) stress that for employee voice to influence organisational outcomes, it must be strategically managed through strong internal communications. They advocate for balancing upward communication with managerial receptiveness across all levels.
In conclusion, compelling arguments exist on both sides. While some studies question the direct influence of employee voice on performance, others demonstrate its benefits when appropriately supported. Broderick (2023) suggests the relationship is symbiotic, employee voice and organisational performance support one another when properly integrated. Therefore, although not every form of voice directly enhances performance, actively promoting employee input fosters engagement, improves decision-making, drives innovation, and strengthens organisational outcomes (Maynes et al., 2024).
1.4 
The idea of "better working lives" focuses on creating work environments and practices that support employees' well-being, satisfaction, and growth, while also achieving the organisation's goals effectively (CIPD, 2024). This concept is more than just offering a paycheck (Broderick, 2022), it highlights the significance of work-life balance, mental and physical health, personal development, and fostering a positive organisational culture. 
Companies can improve the quality of working life by introducing flexible schedules (Becker, 2024), enabling remote work, and implementing policies that help staff manage both job duties and personal commitments (ACAS, 2024). When employees are given this kind of flexibility, it often leads to lower stress levels and greater job satisfaction, which in turn can boost both productivity and employee commitment (HRrevolution, 2024).
There are then many ways that better working lives can be designed. For example, ensuring employees have access to resources that support both their mental and physical health is crucial. One example of this is offering wellness programs, mental health support, fitness benefits, and access to healthcare (CIPD, 2022). A healthy workforce is more engaged, motivated, and productive. 
Creating opportunities for employees to develop their skills is an important way to increase job satisfaction. This might involve providing training programs, mentorship support, or clear routes for moving up within the organisation. When individuals recognise that they have room to grow and advance, it can strengthen their drive and give them a greater sense of direction and meaning in their work (Expert Panel, 2025).
Fostering a respectful, welcoming, and inclusive workplace is essential to enhancing employees’ day-to-day experiences. This means building a culture where differences are respected, communication is open and honest, and everyone feels appreciated and backed by their organisation (Wellhub, 2025). When such a culture is in place, it can lead to fewer conflicts, stronger teamwork, and higher overall morale.
Creating better working lives also involves acknowledging employee efforts through recognition programs, performance-based rewards (Escueta, 2025), and other forms of appreciation that reflect both the values of the staff and the goals of the organisation.
This overlaps with the sense of allowing employees to have a degree of control over their work, decision-making, and how they complete tasks as offering this controlled freedom has also been shown to enhance job satisfaction as enabling autonomy shows trust in employees’ abilities and encourages innovation (Hari S, 2025), which in turn can contribute to a more fulfilling work life. 
Overall, designing better working lives is about creating an environment where employees feel valued, supported, and empowered (Achievers, 2021). When companies focus on offering flexibility, supporting employee wellbeing, encouraging development, building a healthy workplace culture, recognising achievements, and allowing for autonomy, they lay the groundwork for high levels of engagement and performance, benefiting both staff and the business.
2.1 
Organisational conflict and misbehaviour are both issues that can disrupt the smooth functioning of a workplace. However, they differ in terms of their causes, nature, and impact (This vs. That, 2023). 
Organisational conflict refers to the disagreements, clashes, or tensions that arise between individuals or groups within an organisation. It can occur over a variety of issues, such as differing goals, values, opinions, work styles, or communication breakdowns between employees and management. (GeeksforGeeks, 2023). Conflict may also stem from competition for resources or authority. 
Not all conflict is necessarily negative, constructive conflict can lead to better decision-making, innovation, and improvements in work processes, especially when handled appropriately (Franzoni, 2023). However, unresolved or poorly managed conflict can hinder productivity, damage relationships, and reduce overall morale. 
Misbehaviour, on the other hand, refers to actions by employees that go against the organisation’s norms, policies, or ethical standards. It includes deliberate acts of dishonesty, absenteeism, sabotage, or other actions that disrupt the work environment and undermine organisational performance (Lukács Edit, Gheorghe Negoescu and Sofia, 2009). 
If we analyse both eventualities, we can ascertain that there are key differences. Misbehaviour is typically more disruptive and harmful to an organisation than conflict because it often violates established rules or trust. Depending on the severity of the misbehaviour, this can then have a knock-on effect on the wider workforce and has the potential to cause damages to the organisation from the roots. 
Effective management is key here to ensure that any potential misalignment on the expectations, is quickly identified and inverted. Therefore, unlike conflict, which can sometimes lead to positive change if managed correctly, misbehaviour usually results in negative consequences, such as a toxic culture, legal issues, or a decline in employee morale (Richards, 2008). In a sense, any action that violates organisational rules, ethics, or standards is harmful and disruptive.
On the other hand, organisational conflict often arises from differences in perspectives or objectives and can be managed to bring about positive outcomes. One study vouched that the cause of organisational conflict can be accredited to the desire for supremacy (Omisore, 2024). 
I would then argue that organisational conflict has a more rooted cause and follows a more structured reasoning as any employees engaged in it, are in a state of wanting to succeed within the organisation and have their voices heard. This can definitively be seen as a success as opposed to misbehaviour, where it becomes evident that the employee has disengaged from the organisation's common goal and is no longer interested in a mutually prosperous collaboration. Thus, both need to be addressed and understood as failure of effective management of conflict could then lead to misbehaviour, demanding more immediate and firm intervention. 
2.2 
Emerging trends in workplace conflict and industrial sanctions reflect shifting dynamics as organisations respond to societal, technological, and economic changes (Watt, 2024). These developments are influenced by evolving employee expectations, increased workplace diversity, rapid tech advancements, and global economic pressures, making effective conflict management more essential than ever (Marr, 2024).
Technology continues to reshape how we work, but it has also introduced new sources of tension. Issues around data privacy, cybersecurity, and automation ethics are increasingly common points of friction between employees, management, and even customers (Mohdzaini, 2021). The widespread shift to remote work has added further challenges, particularly around communication and balancing personal and professional life.
In today’s multi-generational workforce, clashes between age groups are becoming more common. While older staff members often value consistency and clear routines, younger employees tend to seek flexibility and faster career progression (Thursby, 2025). These contrasting priorities can sometimes cause friction, but when handled thoughtfully, they can also open the door to shared learning and mutual development.
Diversity and inclusion, too, can sometimes be sources of conflict if not properly handled. When employees feel DEI policies are lacking or their identities are not respected, tensions arise (GOV.UK, 2024). Careful handling of these issues is critical for building a respectful and inclusive environment.
As organisational structures flatten, disputes over authority, decision-making, and unclear leadership roles are becoming more frequent (Ciardi & Scalzo, 2022). Open communication and inclusive leadership are key to resolving these concerns.
Strike activity in the UK has notably increased. Since 2022, workers across various sectors have staged strikes over pay and working conditions. In December 2022 alone, around 830,000 working days were lost, with 155,000 workers striking that month (ONS, 2023). Much of this unrest stems from the rising cost of living, as real wages fell by 2.5% during the last quarter of 2022.
In addition to traditional strikes, new forms of industrial sanctions are emerging. Social media has become a powerful tool for employees to raise concerns, often triggering public pressure on employers (CIPD, 2022). Remote work has also enabled virtual strikes, with workers choosing not to attend meetings or participate in digital collaboration as a form of protest (Hobbs & Mutebi, 2022).
Ethical and climate-related protests are increasing, especially among younger staff who expect employers to uphold strong environmental and ethical standards (Nisbett et al., 2024).
Overall, workplace conflict and industrial action are changing. To maintain trust, morale, and productivity in this shifting environment, organisations need to be proactive, responsive, and transparent.
2.3 
When employees raise serious issues that remain unresolved, official action might need to be taken. This legal action is often supported by trade unions. Both employees and employers must adhere to industrial action laws, including the Trade Union and Labour Relations (Consolidation) Act 1992 and the Employment Rights Act 1996. 
Dispute resolution can involve third-party processes such as conciliation, mediation, and arbitration, with each offering a different approach to resolving conflicts (GOV.UK, 2025). 
Conciliation is a voluntary process in which a third party, called the conciliator, assists the parties in conflict to find a mutually acceptable solution. The conciliator helps facilitate communication, proposes potential solutions, and encourages compromise. However, the conciliator has no authority to make binding decisions; the outcome depends on both parties agreeing to the proposed solutions (LegalClarity, 2024). If an agreement is reached, it may be formalised in writing but remains non-binding unless both sides agree to make it so. 
Mediation is a process where an impartial third party helps those involved in a dispute communicate more effectively to reach a mutual agreement. Rather than offering solutions or making decisions, the mediator supports both sides in openly discussing their concerns and working toward a resolution they can agree on themselves (CIPD, 2023). Mediation is more collaborative, focusing on improving understanding between the parties. While mediation outcomes are non-binding, they can be formalised in a settlement if both parties agree (ClearLegal, 2024). Unlike conciliation, mediation tends to take a less active role in terms of assisting the re harmonisation process as their purpose is to control the argument whilst both parties work it out, whilst the conciliators actively propose solutions and become an active member of the resolution process. (ACAS, 2022). 
Lastly, Arbitration, this method differs from conciliation and mediation as whilst it involves a neutral third party just the same, the arbitrator has the authority to make a binding decision on the dispute. Both parties present evidence and arguments, and the arbitrator makes a final ruling that the parties are legally bound to follow. Arbitration can be either voluntary or mandatory, depending on the situation or contract terms (ACAS, 2022). This process is more formal than conciliation and mediation, and it often provides a quicker, more streamlined decision-making process than a traditional court trial. Conciliation is often seen as a more flexible and informal process of arbitration, and mediation more informal again. 
In summary, conciliation and mediation are focused on voluntary, collaborative resolutions, where mediation can be considered the lengthier route as interjection is not a factor, whereas arbitration involves a third party making a binding decision that both parties must accept. 
3.1 
Employees may not always adhere to workplace rules, leading to varying degrees of misconduct: ordinary, serious, or gross (Nkang, 2022). Dismissal, when an employer terminates a contract, can occur due to capability, misconduct, or other substantial reasons. Employers must ensure they follow a fair procedure and act reasonably before dismissal (CIPD, 2023).
Capability refers to factors such as an employee’s skills, health, or mental abilities (Service, 2018). Dismissal for capability is not deemed unfair if the employer has acted reasonably. The Equality Act 2010 (UK Government, 2010) provides guidelines on fairness, but employers must take appropriate steps to address issues before dismissal.
The law protects employees from unfair dismissal due to incapability, but only to a point. Employers must address the reasons behind the incapacity, explore potential solutions, and allow the employee a chance to improve (Acas, 2022). If performance issues persist, the employer can lawfully dismiss the employee.
Misconduct is another ground for dismissal, where employees fail to follow company rules, such as frequent lateness or unauthorised absences. Ordinary misconduct involves minor rule-breaking (GOV.UK, 2012), while serious misconduct can harm the business financially or reputationally. Gross misconduct involves severe actions like violence, gross negligence, or theft.
UK law requires employers to follow a process before dismissing an employee for misconduct unless the behaviour is gross misconduct (GOV.UK, 2024). Like with capability, if the misconduct is addressed properly and the employee is given a chance to improve, dismissal is lawful and fair.
The ACAS Code of Practice on Disciplinary and Grievance Procedures guides tribunals in assessing whether an employer acted reasonably in dismissing an employee for misconduct or capability (CIPD, 2024). The reason for dismissal must be legitimate, with sufficient evidence to support the decision. Dismissals must not be discriminatory (e.g., based on race, gender, or disability), and employee rights must be protected (ACAS, 2024).
Employees unfairly dismissed can take their employer to an employment tribunal, although such cases may be resolved through conciliation. To challenge unfair dismissal, employees must have worked for the employer for at least two years, though recent proposals suggest extending this protection to all employees from day one (CIPD, 2023). The time limit for filing an unfair dismissal claim is three months minus one day from the termination date, and this deadline is strictly enforced.
3.2 
A positive work environment is essential for maintaining employee satisfaction and productivity. An employee grievance is a formal complaint concerning dissatisfaction with some aspect of the job (Ganesh, 2023). HR departments should encourage employers to create a culture where minor issues are promptly and effectively addressed. Even concerns that may be uncertain should still be treated with seriousness to prevent further escalation (Webber, 2023). Employers must focus on fairness, consistency, and respect to reduce the likelihood of grievances arising.
Workplace complaints often stem from various issues, with poor management a leading cause (Cobb, 2020). Employees might feel overlooked, excessively controlled, or lacking supervisor support. Overtime, problems like vague instructions, weak communication, and unfair treatment can build frustration. When managers neglect to offer regular feedback, recognise employees’ efforts, or respond to concerns, motivation tends to drop, sometimes resulting in formal complaints being filed.
Authoritarian or dismissive leadership styles further contribute to tension, as employees prefer leaders who are approachable, fair, and capable of effectively managing their teams (Pizzolitto, Verna, and Venditti, 2022). The absence of these qualities’ fosters dissatisfaction and disengagement, triggering grievances.
Grievances can also stem from perceived unfair treatment in promotions, pay disparities, or other workplace dynamics. Employees may feel upset if they believe they are being mistreated, whether through favouritism, biased decision-making, or unequal distribution of tasks and responsibilities (ACAS, 2023). 
Discrimination based on gender, race, or other protected traits can have a profound negative impact, damaging employees' trust in the organisation’s commitment to fairness. Workers anticipate that their contributions will be acknowledged and valued. When they sense inequality or bias, it can significantly lower morale and erode trust in their employer (CIPD, 2022).
These grievances can escalate if employees feel there is no proper avenue to voice their concerns or if they fear retaliation. Excessive workloads and stress are also familiar sources of complaints. Employees may feel overwhelmed or burnt out when asked to handle more tasks than they can manage, especially without sufficient support or resources (Pham, 2024). Factors like a poor work-life balance, unrealistic performance targets, and poor time management can also play a role. When employees feel excessive demands undermine their well-being, they may raise grievances to address the situation (Verasai, 2019). These concerns often revolve around job structure, resource distribution, and the need for improved support systems.
Positive relationships with employees are essential. Strong leadership, employee involvement, and regular recognition are vital for gaining employee commitment and preventing grievances (ACAS, 2020). Failing to address grievances can have profound consequences: lower morale, reduced productivity, higher turnover, and more frequent absenteeism (BrightHR, 2020). Clear and effective management can help minimise these issues, saving time and resources.
3.3 
Having the proper skills to maintain a fair and compliant approach is essential when handling grievances or disciplinary issues. The main objective of the disciplinary process is to address the problems related to behaviour or performance, while communicating the standards that are expected of individuals (CIPD, 2023).
Though not legally enforceable, the ACAS Code of Practice offers a transparent and fair framework that employers can follow (ACAS, 2015). Should the matter progress to an employment tribunal, showing that a fair process was followed becomes crucial.
The first step is to respond quickly and, if feasible, bring in a neutral third party to mediate. Listening carefully, acknowledging concerns, demonstrating empathy, keeping thorough notes, and concentrating on finding solutions rather than dealing with the immediate problem (Anastasia, 2017). Adopting a friendly and open tone can make employees feel their concerns are being taken seriously, which can help reduce emotional tension.
Detailed documentation is critical. Record the dates, times, individuals involved and agreed-upon actions. If necessary, interview witnesses and always ensure confidentiality by data protection laws. Avoid quick fixes; unresolved issues tend to resurface.
Each case must be approached with fairness. Focus on the facts, show empathy, and refrain from making assumptions or letting past experiences affect the current situation. Present various solutions to stay flexible and ensure all parties feel their voices are heard (Vantage Circle, 2019). Keep the lines of communication open and arrange follow-up meetings to track progress.
Effective grievance management requires careful investigation, ensuring fairness, and fully engaging with everyone involved (Sarma, 2019). While addressing grievances may seem resource intensive initially, they often reveal underlying issues such as poor management or misconduct. Tackling these problems early can prevent them from escalating.
Taking quick action does not mean rushing through the process, it means allowing enough time to address the issue correctly (Britton, 2024). A thorough review of employee concerns promotes a culture of fairness, strengthens trust, and supports retention. It can also help avoid potential legal issues or tribunal claims.
Addressing grievances promptly also reduces stress for those involved, helping to maintain positive workplace relationships and morale (Powell, 2021). Failing to address or mishandle concerns can lead to absenteeism, lower productivity, or a loss of trust. In some cases, unresolved grievances can lead to resignations, which increases recruitment costs. Staff turnover often represents a significant expense for organisations and can damage reputation.
Consistently facing grievances fairly, empathetically, and promptly is essential. It protects the organisation from financial and reputational risks while building and maintaining a positive and supportive work culture (Woollcott and January, 2024).
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